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Abstract 

This study aimed to test empirically the effect of emotional and spiritual intelligence to the 

enthusiasm of the work and performance of auditors. The study population was auditor who 

works at Public Accountant Office and Ministry of Finance of Indonesia South Sulawesi 

region. Online distribution of questionnaires carried out and from the results of the 

questionnaire, obtained 91 questionnaires that can be analyzed. Instrument research measured 

using Likert Scale point 1 to point 5. Engineering variance-based SEM (SEMPLS) with 

WarpPLS 5.0 used in this study. The results of the study provide evidence that emotional 

intelligence positive and significant effect on work enthusiasm. High spiritual intelligence in 

the same direction but did not significantly affect the increase in the work enthusiasm. 

Emotional intelligence has an insignificant effect on auditor performance. Spiritual 

intelligence has a real effect to improve the auditors’ performance. Work enthusiasm has a 

positive and significant effect on auditors’ performance. Emotional intelligence through the 

work enthusiasm has a significant effect on auditors’ performance. Spiritual intelligence 

through work enthusiasm has an insignificant effect on auditors’ performance.  

Keywords: Emotional intelligence, Spiritual, Work enthusiasm, Auditor performance    
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1. Introduction 

The success key in the organization can be seen from the performance achieved individual, 

therefore, organizations require individuals to show optimal performance for both the poor 

performance achieved individual will affect the performance and success of the organization 

as a whole (Yuniningsih, 2002, p. 18). An issue regarding performance is a problem that will 

always be faced by the management of the organization, because the management needs to 

determine the factors that affect the individuals’ performance. Factors that may affect the 

individual’s performance will make the management of the organization can take the 

necessary policies, so as to improve individual performance to match the e organizational 

expectations (Habibah, 2001, p. 28). Factors that affect the performance of individuals among 

them are education and training, discipline, attitude and work activities, motivation, 

employment, health, income, social security, work environment, technology and production 

facilities, employment opportunities, as well as the need for achievement. These factors affect 

the individual in carrying out the tasks given to the individual (Ravianto, 1988, p. 20).   

Individual performance is not only seen perfect working ability, but also the ability to control 

and manage themselves as well as the ability to build relationships with others (Martin, 2000, 

p. 22). Appropriate individuals in the organization is not easy, because it takes the 

organization not only individuals who are better educated or talented individuals alone, there 

are psychological factors that underlie the relationship between the individual and the 

organization. Psychological factors that affect the ability of individuals in the organization 

which is the ability to manage yourself, initiative, optimism, ability to control emotions, as 

well as the ability to think calmly without emotion (Boyatzis & Ron, 2001, p. 2).   

Emotional intelligence, including empathy, express, understand the feelings, anger control, 

self-reliance, adaptability, preferably, interpersonal problem-solving skills, perseverance, 

loyalty, friendliness, and respect. This shows that not only the intellectual superiority (IQ) is 

needed to achieve the kind of success but other skills needed to be a leader (Paige et al., 

2001). In general, people believe that the intelligence in particular his intellectual ability is a 

form of mental abilities that are important in carrying out the task or job. This is 

understandable because the work is not only the actions to carry out the work but also 

intelligence to solve problems (Izard, 2001, p. 19). Intellectual intelligence alone is not 

grossly inadequate, because the intellect is only a tool (Riggio, 2000, p. 43).  

The findings were obtained rebuttal, that the intelligence influential in shaping an efficient 

productivity in a person (Suhariadi, 2002, p. 348). One other form of intelligence that is 

currently popular is spiritual intelligence. Spiritual intelligence allows one to think of creative, 

resourceful away, making or even change the rules, which make the individual, can work 

better. Briefly spiritual intelligence is able to integrate two other capabilities that previously 

have mentioned that IQ and EQ (Choiriah, 2013). Spiritual intelligence is able to make a 

complete individual as being intellectually, emotionally and spiritually (Zohar & Marshall, 

2000). Being a smart individual who is not only expressed by having a high IQ, but to be 

truly intelligent, the individual is required to have a spiritual intelligence (SQ) (Ghozali, 

2002).   
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The observations were made on auditors working in the Office of Public Accountants and 

Auditors at the Ministry of Finance of the Republic of Indonesia South Sulawesi Area was 

found to be the auditor who complained from the leadership, enthusiasm low work and the 

level of compliance of individual low due to the quality of relationships and communication 

Low, Problems enthusiasm to work and the performance of the auditor is a problem often 

faced by auditors, for that, the management needs to determine the factors that affect the 

performance of the auditor, because by understanding the factors that affect the performance 

of the management to take the necessary policy, so as to improve the performance of auditors 

in accordance with the expectations of the organization. Urge or force a soul and body 

movement to do, so that the motif as a stimulant of desire and power to move someone 

because each motif has a desire to achieve a goal (Hasibuan, 1999, p. 67).  

Work enthusiasm is how to encourage morale, to work hard to take advantage of all the 

capabilities and all its potential to achieve organizational goals. Work enthusiasm is expected 

to provide an optimal contribution to the growth and development of the individual so that 

the vision, mission and goals of the organization can be realized. Problems can be identified 

and facts found in encouraging enthusiasm the work of auditors, that the auditor’s behavior 

during this time based on the quantity and quality of work and timeliness used in the auditor’s 

work tends to be low, so the impact on the performance of auditors. This is because the 

developments of a very high work while on the other hand tend to be low quality 

development auditor. Then the workload and quality of work are likely to be 

disproportionately, as well as awards to the auditor tends to be low. Initiatives in the works 

that have not been good due to the communication between the auditor is not running as it 

should, there is an overlap between the work of the other occupations, so the impact on the 

low enthusiasm to work and the auditors performance. 

2. Literature review 

2.1 Emotional Intelligence 

Emotional intelligence is the ability to use emotions effectively manages them and affects 

relationships with others in a positive (Goleman, 2000, p. 51). Emotional intelligence is the 

ability to feel emotions, accept and build emotions well, understand emotions and emotional 

knowledge that can improve the emotional and intellectual development (Salovey et al., 

1999). There a five concepts of emotional intelligence, namely, the ability to recognize 

emotions, managing emotions, motivating oneself, recognizing emotions fabric, and the 

ability to build relationships with others (Mayer et al., 1999). Emotional intelligence in it 

including the ability to control themselves, spur, persevere, and be able to motivate yourself. 

The skills include the management of emotions both positive and negative (Goleman, 2000).  

Using of emotion that will effectively reach the goal in building productive relationships and 

achieve job success (Patton, 1998). Past studies show that emotional intelligence has a 

positive influence on a person’s work and performance. Emotional intelligence is associated 

with human resource management systems, for example for training, in this case emotional 

intelligence can be used as a basis to provide training in particular. The training provides 

results that increase individual performance (Boyatzis, 1999).  
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Some previous researchers proved that emotional intelligence is a significant and positive 

effect on the individual’s involvement in the organization (Devi, 2016). Emotional 

intelligence has a direct impact on job involvement (Karimi & Karimi, 2016). Emotional 

intelligence significantly effect on job satisfaction (Supriyanto & Troena, 2012). Improved 

performance can be achieved through control of high emotion; empirical evidence indicates 

that emotional intelligence is a significant effect on the performance of auditors (Puspita 

Dewi & Tenaya, 2017; Prasetya & Kuswati, 2017; Lassk & Shepherd, 2017; Wibowo, 2017; 

Trihandini, 2005; Supriyanto & Troena, 2012).  

Measurements of emotional intelligence in this study (Goleman, 2001), including (1) Self 

awareness is the ability of the auditor to determine their inner feelings and effect and use it to 

make decisions for yourself, have a benchmark that is realistic, or abilities and have 

confidence strong then associate it with the source of the cause, (2) Self-management is the 

auditor’s ability to handle their own emotions, express and control emotions, a sense of the 

heart, to be used in relationships and everyday actions, (3) desire an auditor’s ability to using 

a desire for any time stimulating and effort to achieve a better state and able to take initiative 

and act effectively, able to survive the failure and frustration, (4) Empathy (social awareness) 

the auditor’s ability to sense what is perceived by others, ability to understand others’ 

perspective, and give rise to a relationship of trust and be able to align themselves with the 

type of individual, and (5) Relationship management, the auditor’s ability to handle emotions 

well when dealing with others and to create and maintain relationships with others, could 

affect, lead, deliberation, resolve disputes and work together in teams. 

2.2 Spiritual Intelligence 

Spiritual intelligence is defined as moral sense, the ability to adjust the rigid rules coupled 

with understanding and love and equal ability to see when the love and understanding to the 

limit, it also allows us to grapple with the matter of good and evil, imagine that has not 

happened, and lift us out of humility (Zohar & Marshall, 2001, p. 37). Another view 

explaining that spiritual intelligence is a feeling of deep intuition toward connectedness with 

the wider world in our lives (Eckersley, 2000, p. 5).  

The concept of spiritual intelligence in relation to the world of work consists of spiritual 

intelligence as the value of life from the inside, as the work has meaning and community 

(Ashmos & Duchon, 2000, p. 6). Past studies with the spiritual intelligence distinguish 

religious attitudes in the workplace. Religious attitude is more aimed at the relationship with 

God while spiritual intelligence is more focused on a deep and bonded relationship between 

men and if it were widely (Mccormick 1994; Mitroff & Denton, 1999). Spiritual intelligence 

(SQ) to facilitate dialogue between thought and emotion, between soul and body, spiritual 

intelligence can also help individuals to be able to perform self-transcendence (Berman, 

2001).    

Spiritual intelligence arise because of the debate about intellectual intelligence (IQ) and 

emotional intelligence (EQ), IQ and EQ seen only donating a portion of the determinants of 

individual success in life. There are other factors that come into play that spiritual intelligence 

(SQ) more emphasis on the meaning of life and not just limited to the suppression of religion 



World Journal of Business and Management 

ISSN 2377-4622 

2017, Vol. 3, No. 1 

 71 

(Hoffmann, 2002, p. 131). Individuals who have a high SQ are a person who has strong 

principles and vision, able to interpret every side of life and be able to manage and survive 

the hardship and pain (Nggermanto, 2002; Supriyanto & Troena, 2012). Empirical evidence 

shows that the Spiritual quotient is a necessary means to identify and utilize limited resources 

to advance the work of the organization through the enthusiasm he displays (Akhtar et al., 

2017). Five dimensions of spirituality have a significant impact on the ability of members of 

the organization to perform its obligations (Rego & Cunha, 2008). Spiritual intelligence 

affects the individual performance (Wibowo, 2017; Anasrulloh, 2017; Supriyanto & Troena, 

2012; Trihandini, 2005). Measurement of spiritual intelligence includes; (1) must be honest, 

as a determinant of success in life in the world except to say correctly and consistently the 

truth is absolute honesty, (2) the auditor has the ability to be open to do the job, (3) the 

auditor has self-knowledge is good, (4) focus on the contribution that the issuance of the 

work, and (5) non-dogmatic spiritual, this component represents the value of spiritual 

intelligence, the ability to be flexible and have a high level of awareness (Zohar & Marshall, 

2000; Sukidi, 2002). 

2.3 Work Enthusiasm 

The enthusiasm of the work is an attempt to do the work vigorously so that jobs can be 

completed faster and better (Nitisemito, 1988). Enthusiasm to work is attitudes in work are 

typically characterized by their confidence, strong self-motivation to continue the work, joy, 

and good organization (Wilson, 1993). Enthusiasm to work is the inner atmosphere of 

influential individuals in the effort to achieve a goal through the implementation of work 

under his responsibility (Nawawi, 1990). High working enthusiasm can be attributed to the 

motive and the result of good work. While the low employment enthusiasm usually 

associated with frustration, aversion, lack of encouragement and the work will be unfavorable. 

Because the decline in enthusiasm to work a lot of them could be because the wages are too 

low, incentives are less effective, as well as poor working environment.  

The fall enthusiasm of one’s own work will have an impact on the involvement of the job and 

the organization. Enthusiasm assumed low employment can lower the individual loyalty 

towards the organization which then lowers performance (Moekijat, 1989). There are four 

aspects, namely the working enthusiasm excitement or enthusiasm, the quality to survive, the 

strength to fight frustration and spirit groups (Maier, 1995). Empirical evidence suggests that 

high working enthusiasm shown to improve the performance of auditors (Sangki et al., 2014). 

Enthusiasm to work used to describe atmosphere the overall felt by people in work, 

enthusiasm to work a significant effect on performance (Handayani, 2016).  

Measurement of work enthusiasm (Nitisemito, 1992), includes: (1) the attitude of pro-active, 

that is its pro active auditor to be involved in training and education programs, whether 

internally or externally, (2) the compensation they get used as stimuli to work better, (3) 

placement in accordance competencies are respondents to the placement of the auditor in the 

work in accordance with the competence, work experience and educational background you 

have, (4) the working environment conducive to the respondents to the efforts of auditors 

who strives to create and maintain an atmosphere and work environment that is very 
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conducive, (5) meet the needs of non-material auditors are respondents to the attitude of the 

leadership which always take the policy benefit, so that the auditor can meet the needs of 

non-material, such as health and appreciation for the work accomplished.     

2.4 Auditor Performance   

Etymologically, the performance comes from the work performance (performance). The term 

is derived from the performance of job performance or the actual performance (performance 

or achievements actually reached someone) that results in quality and quantity of work 

accomplished by individuals in carrying out their duties in accordance with the 

responsibilities given to him (Mangkunagara, 2005, p. 67). Performance can be divided into 

two, namely the performance of individual and organizational performance. Individual 

performance is the result of individual work in terms of both quality and quantity based on 

the standard of work that has been determined, while the performance of the organization is a 

combination of individual performance with the performance of the group (Mangkunagara, 

2005, p. 15). 

Individual performance is a measure that can be used to set the comparison results of the 

implementation of tasks, responsibilities given by the organization at a certain period and the 

relative can be used to measure job performance or the performance of the organization 

(Gibson et al., 1996, p. 95). Performance of auditors is an action or implementation of 

inspection tasks that have been completed by the auditor within a certain time. Auditor 

performance by are accountants who carry out the assignment of the examination 

(examination) objectively on the financial statements of some other organizations with the 

aim to determine whether the financial statements are presented fairly in accordance with 

generally accepted accounting principles, in all material respects, the financial position and 

results of operations auditor (Mulyadi, 1998, p. 11).  

Auditor performance as an evaluation of the work carried out by superiors, peers, self, and 

direct reports (Kalbers & Forgarty, 1995) There are four dimensions of personality in 

measuring the performance of auditors, among others: (1) the ability(ability), professional 

commitment, motivation and job satisfaction. An auditor who has the ability in terms of 

auditing it will be proficient in completing the work. Auditors are committed to the 

profession it will be loyal to his profession as perceived by the auditor. The motivation of an 

individual auditor will encourage the desire to perform certain activities for (Abel & Larkin, 

1990). This study elicits the measurement of the performance of auditors (Trisnaningsih, 

2004), namely (1) the ability, (2) commitment to the profession, (3) motivation, and (4) of job 

satisfaction, by adding (5) fraud as additional indicators in analyzing the performance of 

auditors.   

3. Method 

The study population was auditor who works at Public Accountant Office and Ministry of 

Finance of Indonesia South Sulawesi region. Online distribution of questionnaires carried out 

and from the results of the questionnaire, obtained 91 questionnaires that can be analyzed. 

Instruments measured using Likert Scale point 1 to point 5. Engineering variance-based SEM 
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(SEMPLS) with a WarpPLS 5.0 developed by Kock (2010) used in this study. 

4. Results 

4.1 Description of Respondents 

The identity of respondents such as gender, age, level of education and working life, served 

to determine the number of frequencies and percentages of respondents’ representative 

presence in response. Shown as follows:  

 

Table 1. Characteristics of respondents 

characteristics of respondents Frequency (n =91) Percent (%) 

Gender 
Male 69 75,82 

Female 22 24,18 

Age (years) 

31 – 40 21 23,08 

41 – 50 47 51,65 

≥ 51 23 25,27 

Level of education 

Graduate degree program 56 61,54 

Masters program 31 34,07 

Doctoral program 4 4,40 

Years of work 

experience 

≤ 10 14 15,38 

 11 – 20 51 56,04 

≥ 21 26 28,57 

 

The table shows that the frequency of respondents by sex with men is characterized by 69 

(75.82%) while the rest of the women indicated by 22 (24.18%). Most of the respondents had 

ages between 41-50 years (51.65%); with the majority of the Graduate Degree level 

education program 56 (61.54%), as well as working life 11-20 years were 51 (56.04%).         

4.2 Goodness of Fit Model 

P-value for the average path coefficient (APC) and the ARS and the R-squared value Average 

(ARS) must be < 0.05 or significant meaning. Additionally Average full collinearity VIF 

(AFVIF) as an indicator of multicollinearity should < 5. The results showed that the results of 

the model fit tests (goodness of fit model) have been fulfilled (Kock, 2011). 

 

Table 2. Test the conformity of the model 

Measurement Model 1 Model 2 

Average path coefficient (APC) 0.208, P=0.010 0.193, P=0.014 

Average R-squared (ARS) 0.140, P=0.042 0.156, P=0.031 

Average adjusted R-squared (AARS) 0.116, P=0.064 0.132, P=0.049 

Average block VIF (AFVIF) 
1.021, acceptable if <= 

5, ideally <= 3.3 

1.128, acceptable if <= 

5, ideally <= 3.3 

Source: Data processed (SEMPLS, 2017).  



World Journal of Business and Management 

ISSN 2377-4622 

2017, Vol. 3, No. 1 

 74 

4.3 Result of Validity Test and Construct Reliability 

 

Table 3a. Combined loading and cross-loadings (Model 1) 

Indicators Emotio Spiritu Enthusi Auditor Type (a SE P value 

X11 (0.689) 0.113 -0.194 -0.032 Reflect 0.086 <0.001 

X12 (0.787) 0.179 0.212 -0.066 Reflect 0.084 <0.001 

X13 (0.601) -0.189 -0.274 0.435 Reflect 0.088 <0.001 

X14 (0.556) -0.100 0.071 -0.105 Reflect 0.089 <0.001 

X15 (0.570) -0.087 0.162 -0.226 Reflect 0.089 <0.001 

X21 -0.026 (0.606) -0.281 0.233 Reflect 0.088 <0.001 

X22 -0.031 (0.873) -0.103 0.018 Reflect 0.082 <0.001 

X23 0.022 (0.792) -0.090 0.019 Reflect 0.084 <0.001 

X24 0.045 (0.807) 0.187 -0.023 Reflect 0.083 <0.001 

X25 -0.015 (0.689) 0.263 -0.224 Reflect 0.086 <0.001 

Y11 -0.040 0.092 (0.850) 0.094 Reflect 0.082 <0.001 

Y12 0.106 -0.083 (0.709) 0.010 Reflect 0.086 <0.001 

Y13 0.164 0.122 (0.054) -0.336 Reflect 0.103 0.301 

Y14 0.220 0.096 (-0.306) -0.192 Reflect 0.096 0.001 

Y15 0.031 0.007 (0.553) -0.228 Reflect 0.090 <0.001 

Z11 -0.119 0.019 0.148 (0.632) Reflect 0.088 <0.001 

Z12 0.109 0.107 -0.179 (0.640) Reflect 0.087 <0.001 

Z13 0.035 0.055 -0.109 (0.762) Reflect 0.084 <0.001 

Z14 0.013 -0.150 -0.027 (0.776) Reflect 0.084 <0.001 

Z15 -0.044 -0.007 0.176 (0.713) Reflect 0.086 <0.001 

Source: Data processed (SEMPLS, 2017).  

 

Measurement model or models of the outer construct validity and reliability. This output is 

used investigators to report the test results of the convergent validity of the measurement 

instrument (questionnaire). In the table 3a combined loading and cross-loadings still a 

construct validity konvergennya < 0, 70 (although p-value < 0.05) and should be removed 

from the model, as shown in the following table: 
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Table 3b. Combined loading and cross-loadings (Model 2) 

Indicators Emotio Spiritu Enthusi Auditor Type (a SE P value 

X12 (1.000) 0.000 -0.000 0.000 Reflect 0.079 <0.001 

X22 0.065 (0.917) -0.105 -0.016 Reflect 0.081 <0.001 

X23 -0.134 (0.847) -0.060 0.038 Reflect 0.082 <0.001 

X24 0.067 (0.807) 0.182 -0.022 Reflect 0.083 <0.001 

Y11 -0.079 0.095 (0.846) 0.065 Reflect 0.082 <0.001 

Y12 0.079 -0.095 (0.846) -0.065 Reflect 0.082 <0.001 

Z13 0.054 0.109 -0.116 (0.738) Reflect 0.085 <0.001 

Z14 -0.066 -0.083 0.003 (0.842) Reflect 0.082 <0.001 

Z15 0.020 -0.014 0.105 (0.788) Reflect 0.084 <0.001 

Source: Data processed (SEMPLS, 2017).  

 

Assay results in Table 3b indicate that the convergent validity criteria unmet model 1 and 

model 2 is fulfilled having already qualified, convergent validity of > 0.70 and significant 

(p-value < 0.05) so that model 2 used for the analysis. (Hair et al., 2013). 

4.4 Discriminant Validity Test 

Discriminant validity test proved me pass the output latent variable correlations. This output 

reports the correlation coefficient between the latent variables. The criteria used are the 

square roots (square roots) average variance extracted (AVE) is a column diagonal bracketed 

must be higher than the correlation between latent variables in the same column (above or 

below) (Sholihin & Dwi, 2013). 

 

Table 4. Correlations among l.vs. with sq. rts. of AVEs (Model 2) 

Variables Emotio Spiritu Enthusi Auditor 

Emotio 1.000 0.264 0.189 0.192 

Spiritu 0.264 0.858 0.126 0.245 

Enthusi 0.189 0.126 0.846 0.337 

Auditor 0.192 0.245 0.337 0.791 

Source: Data processed (SEMPLS, 2017).  

 

The table shows that the discriminant validity has been met, which can be seen from the root 

of AVE on the diagonal column is greater than the correlation between constructs in the same 

column. The results of this cross-loading has an indication of fulfillment the validity 

diskriminant criteria. 

4.5 Reliability Test Construct  

Construct reliability test results can be shown by the output coefficient latent variable, as in 

the following table: 
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Table 5. Output latent variable coefficient (Model 2) 

Measurement  Emotio Spiritu Enthusi Auditor 

R-squared coefficients     0.139 0.172 

Adjusted R-squared coefficients     0.119 0.144 

Composite reliability coefficients 1.000 0.893 0.835 0.833 

Cronbach’s alpha coefficients 1.000 0.819 0.604 0.699 

Average variances extracted 1.000 0.736 0.716 0.625 

Full collinearity VIFs 1.113 1.122 1.149 1.193 

Q-squared coefficients     0.153 0.184 

Minimum and maximum values 
-3.151 -2.459 -2.393 -2.880 

2.000 1.397 2.669 2.012 

Medians (top) and modes (bottom) 
0.283 0.450 0.081 -0.083 

0.283 0.450 0.982 0.381 

Skewness (top) and exc. kurtosis (bottom) 

coefficients 

-1.329 -0.864 -0.157 -0.214 

2.904 0.037 -0.342 0.611 

Source: Data processed (SEMPLS, 2017). 

  

The coefficient of determination (R-squared) that shows what percentage of the variance of 

the construct of an endogenous / criterion can be explained by the construct hypothesized 

effect. The higher the R-squared shows a good model. From the results of the latent variable 

output coefficient R-squared shows the enthusiasm of 0139 work means work enthusiasm can 

be explained variance of 13.90% by the variance of emotional intelligence and spiritual 

intelligence, while the R-squared to construct the performance of auditors for 0172 shows 

that the variance can be explained by the performance of auditors 17.20% by the variance of 

work enthusiasm.    

Reliability composite value and have qualified cronbach alpha reliability that is > 0.70. The 

output also shows that the average variance extracted (AVE) > 0.50, which means meets the 

requirements of convergent validity (Sholihin, A & Dwi R, 2013). Full collinearity (VIF) is a 

full colinearity test results which include vertical and lateral multicollinearity. Lateral 

collinearity is collinearity between the latent variables predictor with the criterion. lateral 

collinearity often overlooked when can cause the results to be biased.  

Full collinearity (VIF) in this research value is lower than 3.3 it indicates that the model is 

free from the problem of vertical or lateral colinearity, and common methods bias (Kock, 

2013). Q-squared is a measure of non-parametric obtained through the algorithm blindfolding 

and used to study the predictive validity or relevance of a set of latent predictor variables on 

criterion variables. The output shows Q-squared is greater than zero, namely 0153 and 0184 

means that the estimated model shows a good predictive validity. Overall, the result of 

measurement models (outer model) reflective construct has been qualified.   

4.6 Model and Hypothesis Testing 

The models and hypothesis testing results showed that, among the five causality between 
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variables (direct effect) are built in this model, there is a causality between the two variables 

reject the hypothesis that the influence of emotional intelligence on the auditors performance 

p-value = 0.197 > 0.05 and influence of spiritual intelligence on work enthusiasm p-value = 

0.276 > 0.05   

H1: Effect of emotional intelligence on work enthusiasm.   

Emotional intelligence influence on the enthusiasm of the work can be evidenced by 

standardized path coefficients (beta) of 0,352 with a positive direction. Standardized path 

coefficient is positive, explaining that emotional intelligence high proven to increase the 

enthusiasm of the work of auditors. Then it can be proven with p-value = 0,001 <0.05. The 

test results prove the hypothesis that emotional intelligence positive and significant effect on 

the enthusiasm to work, it can be concluded that emotional intelligence unidirectional and 

real high to increase the working enthusiasm of Auditors, so that the hypothesis (H1) 

emotional intelligence positive and significant effect on work enthusiasm can be accepted or 

supported by empirical facts.   

Emotional intelligence high direct current and real to increased enthusiasm to work Auditors 

due to the high ability of the auditor to handle their own emotions, express and control 

emotions, a sense of the heart, to be used in relationships and everyday actions that have an 

impact on the attitudes of pro-active auditors to engage on training and education programs, 

whether internally or externally and the high compensation that they get used as stimuli to 

work better.  

High emotional intelligence has an impact on an individual’s ability to face the challenges 

and make it as individuals responsible, productive, and optimistic in the face and solve 

problems, where these things are needed in the work environment. The use of emotion that 

will effectively goal in building productive relationships and achieve job success (Patton, 

1998). These results support the findings of previous researchers that emotional intelligence 

and significant positive effect on the individual’s involvement in the organization (Devi, 

2016). Emotional intelligence has a direct impact on job involvement (Karimi & Karimi, 

2016). Emotional intelligence significantly effect on job satisfaction (Supriyanto & Troena, 

2012). 

H2: Effect of Spiritual Intelligence on work enthusiasm.  

Effect of spiritual intelligence on work enthusiasm can be evidenced by standardized path 

coefficients (beta) of 0,061 with a positive direction. Standardized path coefficient is positive, 

explaining that the high spiritual intelligence owned auditors tend to increase the enthusiasm 

of the work of auditors. Then it can be proven with p-value = 0,276 > 0.05. Hypothesis 

testing results prove that spiritual intelligence has a positive and insignificant effect on work 

enthusiasm, it can be concluded that the high spiritual intelligence in the same direction but 

did not significantly affect the increase in the enthusiasm of the work of auditors, so the 

hypothesis (H2) spiritual intelligence positive and significant effect on the work enthusiasm 

cannot be accepted or not supported by empirical facts.   

The effect is positive but not significant due to the auditor have the ability to be open to do 
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the job, the auditor has the self-knowledge that good and focus on the contribution that the 

issuance of the work, but intelligence does not provide any real effect on the attitude of 

pro-active auditor to be involved in the program education and training and the compensation 

they receive to be used as stimuli in the work. This study supports the findings of previous 

investigators partially, that Spiritual quotient is a necessary means to identify and utilize 

limited resources to advance the work of the organization through the enthusiasm he displays 

(Akhtar et al., 2017).     

H3: Effect of emotional intelligence on auditors’ performance.  

Effect of emotional intelligence on auditor performance can be demonstrated by standardized 

path coefficients (beta) of 0,088 with a positive direction. Standardized path coefficient is 

positive, explaining that the high emotional intelligence tend to improve the auditor 

performance. Then it can be proven with p-value = 0,197 > 0.05. The test results prove the 

hypothesis that the emotional intelligence is positive but insignificant effect on auditor 

performance, it can be concluded that the high emotional intelligence in the same direction 

but not significant increase in auditor performance, so the hypothesis (H3) emotional 

intelligence positive and significant effect on auditors performance no acceptable or not 

supported by empirical facts.   

The cause of the positive and significant effect of emotional intelligence on auditor 

performance, caused because the auditor’s ability high to deal with his own emotions, express 

and control emotions, a sense of the heart used in relationships and everyday actions cannot 

increase the ability of auditors to further to work better and improve the auditor’s ability to 

prevent fraud as well as the feeling of satisfaction is very high in the auditor’s work.   

The results support the partially findings of previous research, that the performance 

improvement can be achieved through control of high emotion, that emotional intelligence is 

a significant effect on auditor performance (Puspita Dewi & Tenaya, 2017; Prasetya & 

Kuswati, 2017; Lassk & Shepherd, 2017: Wibowo, 2017; Trihandini 2005: Supriyanto & 

Troena, 2012). 

H4: Effect of spiritual intelligence on auditors’ performance. 

Effect of spiritual intelligence on auditor performance can be evidenced by standardized path 

coefficients (beta) of 0,169 with a positive direction. Standardized path coefficient is positive, 

explaining that the high spiritual intelligence tends to improve the auditor performance. Then 

it can be proven with p-value = 0,047 < 0.05. Hypothesis testing results prove that spiritual 

intelligence positive and significant effect on auditor performance, it can be concluded that 

the high spiritual intelligence in the same direction and real improvement on auditor 

performance, so the hypothesis (H4) spiritual intelligence positive and significant effect on 

auditors performance can be accepted or supported by empirical facts.   

Causality unidirectional and meaningful, due to auditor has the ability to be open to do the 

job, the auditor has the self-knowledge that good and focus on the contribution that the 

issuance of the work so that with these efforts, the more increases the ability of the auditor to 

perform better and prevent fraud as well as a sense of satisfaction within the auditor’s very 
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high in the works. This study is relevant to the findings of previous investigators, that the five 

dimensions of spirituality have a significant impact on the ability of members of the 

organization to perform its necessity (Rego & Cunha, 2008). Spiritual intelligence affects on 

the individual performance (Wibowo, 2017; Anasrulloh, 2017; Supriyanto & Troena, 2012; 

Trihandini, 2005). 

H5: Effect of work enthusiasm on auditors’ performance. 

Work enthusiasm effect on auditor performance can be demonstrated by standardized path 

coefficients (beta) of 0.295 with a positive direction. Standardized path coefficient is positive, 

explaining that the auditor high enthusiasm in the work tends to improve the auditor 

performance. Then it can be proven with p-value = 0.001 < 0.05. Hypothesis testing results 

prove that the work enthusiasm positive and significant effect on auditor performance, 

concluded that the high level work enthusiasm in the same direction and significantly to the 

improvement on auditor performance, so the hypothesis (H5) work enthusiasm positive and 

significant effect on auditors performance can be accepted or supported by empirical facts.   

Significant influence due to the high desire auditor to air its pro active, involved in training 

and education programs as well as the compensation they receive to be used as stimuli in the 

work thus providing a significant effect on the auditor’s ability to work better and prevent 

fraud and complacency within the auditor’s very high in the works. The findings of this study 

support the findings of previous researchers, that a high work enthusiasm shown to improve 

the performance of auditor (Sangki et al., 2014). Enthusiasm to work used to describe 

atmosphere the overall felt by people in work, work enthusiasm has significant effect on 

individual performance (Handayani, 2016). 

H6: The mediating role of work enthusiasm in explaining the effect of emotional intelligence 

on auditors’ performance. 

Effect of mediation work enthusiasm in analyzing the effect of emotional intelligence on the 

performance of auditors can be verified by calculation using the sobel test tool preacher X1 

==> Y ==> Z 

  

 
Figure 1. The Sobel mediation test (First) 

 

Based on sobel calculations using the preacher tool on the figure 2 for mediation work 

enthusiasm in explaining the effect of emotional intelligence on auditors performance 

obtained t-statistic (2,36532) > t-table (1,96) and p-value 0,018 <0.05, which means significant. 
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Referring to the results, it can be concluded that there are significant results the mediating 

role of work enthusiasm in explaining the effect of emotional intelligence on auditors’ 

performance. 

H7: The mediating role of work enthusiasm in explaining the effect of spiritual intelligence on 

auditors’ performance. 

 

Effect of mediation work enthusiasm in analyzing the effect of spiritual intelligence on 

auditor performance can be verified by calculation using sobel test preacher tool X2 ==> Y 

==> Z    

 
Figure 2. The Sobel mediation test (second) 

 

Based on sobel calculations using the preacher tool on the Figure 3 for mediation work 

enthusiasm in explaining the effect of spiritual intelligence on auditors performance obtained 

t-statistic (0,58153) < t-table (1,96) and p-value 0,560 > 0.05, which means insignificant. These 

results prove that there was not significant, the role of work enthusiasm in explaining the 

effect of spiritual intelligence on the performance of auditors. 

5. Conclusions and Discussion 

Emotional intelligence high unidirectional and meaningful to increased work enthusiasm due 

to the high ability of the auditor to deal with his own emotions, the auditor has a sensitivity to 

conscience, to be used in relationships and everyday actions that have an impact on the 

attitudes of pro-actively involved in the training program and education, either internally or 

externally and the high compensation that they get used as stimuli to work better. Auditors 

have the ability to be open to do the job, the auditor has the self-knowledge that good and 

focus on the contribution that the issuance of the work, but intelligence does not provide any 

real effect on the attitude of pro-active auditor to be involved in training and education 

programs and compensation they earn to serve as stimuli in the work.  

The high ability of auditors to handle their own emotions, express and control emotions, a 

sense of the heart cannot increase the ability of auditors to further work better and improve 

the auditor’s ability to prevent fraud as well as the feeling of satisfaction is very high in the 

auditor’s work. Auditors have the ability to be open to do the job, the auditor has the 

self-knowledge that good and focus on the contribution that the issuance of the work so that 

with these efforts, the more increases the ability of the auditor to perform better and prevent 

fraud and complacency within the auditor’s very high in the works.  
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The high ability of auditors to atmosphere its proactive, involved in training and education 

programs as well as the compensation they receive to be used as stimuli in the work thus 

providing a significant effect on the auditor’s ability to work better and prevent fraud and 

complacency within the auditor very high in the works. Emotional intelligence significant 

effect on the performance of auditors through work enthusiasm, this fact is inversely 

proportional to spiritual  intelligence no significant effect on  auditors performance through 

work enthusiasm needed seriousness to improve the intelligence of emotional auditor through,  

the auditor’s ability to know their inner feelings and have strong confidence.  

Increase the desire to evoke the spirit and energy and was able to take the initiative and act 

effectively. The ability to sense what is perceived by others and the auditor’s ability to handle 

emotions well when dealing with others and in consultation, resolve disputes and work 

together in teams. Auditors in the work required to be honest has the ability to be flexible and 

as well as a high level of self-awareness in working as an effort to increase the spiritual 

intelligence. Increased enthusiasm auditor’s work may be done by placing the auditors in 

accordance with the job competence, work experience and educational background they have.  
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Appendix 

Appendix 1. The path coefficients and p-value (Model 2) 

Path coefficients P-values 

Variables Emotio Spiritu Enthusi Auditor Emotio Spiritu Enthusi Auditor 

Emotio                 

Spiritu                 

Enthusi 0.352 0.061     <0.001 0.276 
 

  

Auditor 0.088 0.169 0.295   0.197 0.047 0.001   

Source: Data processed (SEMPLS, 2017).  

 

Appendix 2. Figure of Hypothesis testing  

 

Source: Data processed (SEMPLS, 2017).  
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